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This study is conducted to determine the relationship between work-family conflict and 
organization commitment among preschool teachers in Sabah. The independent variable of 
this study is work-family conflict (time-based conflict, strain-based conflict, and 
behaviour-based conflict) whereas the dependent variable is organizational commitment. 
There is a total of 62 respondents involved in this research study. The data collected are 
analyzed by using Statistical Package for the Social Sciences (SPSS) version 26.0 and the 
methods used to analyze data are Pearson Correlation Coefficient and Multiple Linear 
Regression. From the findings, it was proved that there was a weak negative relationship 
between work-family conflict and organizational commitment. This study reveals that 
time-based conflict and strain-based conflict has a significant relationship with organizational 
commitment. Besides, behaviour-based conflict was insignificant relationship with 
organizational commitment. The result also shows that there were two dominant factor that 
influence organizational commitment in this study which are time-based conflict and 
strain-based conflict. Therefore, the Human Resource Practitioners has the responsibilities to 
pay more attention on employees’ well-being and comes out with effective strategies to help 
the employees in balancing their work and family life.  
 
Keywords: work-family conflict, time-based conflict, strain-based conflict, behaviour-based 
conflict, organizational commitment, preschool teachers 
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CHAPTER 1: INTRODUCTION 
1.0 Introduction 
The chapter one of this study will explain the background of study, problem statement, 
research objective, and research hypothesis of the study. This chapter also discussed the 
conceptual framework, significant of the study, and definition of term of this research.  
1.1 Background of study 
In this new era of globalization, work-family conflict becomes a common issue of 
employee especially an educator. According to Winslow (2016), in recent decades the 
experience of tensions between family and work has evolved. The employees face 
work-family conflict issue if there is an unhealthy balance that causes employees to work 
demand for a family or to put family needs above the work. As an employee, they must show 
the best performance and be productive to meet the organizational goals. Due to the 
pandemic of covid-19, most of employees must work from home because of the 
government’s order for social distancing. The sudden changes have affected the employees 
especially those who are already married. They must complete their task but at the same time 
they must manage family purpose especially preschool teachers that in the home-based online 
education environment are required to balance the multiple tasks of teacher and mother at the 
same time, which may result in work-family conflict. 
 
Greenhaus and Beutell (1985) has mentioned that work-family conflict is a type of 
conflict between roles, which arises once the energy, time or conduct requirements of the job 
position conflict to those of the family’s role. The study by Arisi-Nwugballa (2016) 
investigate the three family-to-work conflict which are time-based, strain-based, and 
behaviour-based with organizational commitment. In the result of the research found that 
there is statistically significant negative correlation between time-based conflict and 
strain-based conflict with organizational commitment. There result also showed that there is 
insignificant negative correlation between behaviour-based conflict and organizational 
commitment. As mentioned by Arisi-Nwugballa (2016), the important factor in the 





Organizational commitment also known as the feeling of employee to the attachment 
with the organization. Organizational commitment plays an important role to ensuring that an 
employee will continue to stay with the organization for a longer time and work carefully to 
achieve organizational objectives. In other word, as stated in Tuna et al., (2011), committed 
workers have a strong feeling of purpose which can help to achieve the organizational 
objectives. Meyer and Allen, 1991; Dana, 2017) presents a theoretical framework known 
“Three Component Model” that suggesting the commitment is a multi-dimensional concept 
with 3 components, an affective, normative and continuance concept. Liwin and Stringer, 
(1998); Dhammahunsakul, (2019) believe that organizational commitment contributes to 
success in the following aspects: (a) The engagement in organizational activities of workers 
whose actual organizational contribution to the organizing goals and values appears to be 
high; (b) Well coordinated and trustworthy workers tend to be highly influenced to work to 
achieve the corporate goals and remain with the business longer; (c) Highly organizational 
workers contribute to organization’s jobs because the workers can see a jobs as the factors 
that will work to accomplish organizational objectives and goals. Some hotels may terminate 
the employment of their employees, which may affect the morale and organizational 
commitment of employees towards working in the organizations because employees feel that 
they have no security in jobs (Dhammahunsakul, 2019). 
1.2 Problem statement 
The knowledge gap that this study wants to fill is the lack of study on work-family 
conflict and organizational commitment in Malaysia. The previous research is mainly focused 
on western context such as Northern Cyprus (Dana, 2017), Iran (Hatam, Jalali, Askarian, & 
Kharazani, 2015), and Pakistan (Malik, Awan, & Quraf-ul-Ain, 2015). Differences of culture 
of the other country might result in different relationship of work-family conflict and 
organizational commitment. These elements might bring effect to the organizational 
commitment of Malaysia employees. Therefore, it is important to examine the relationship 
between work-family conflict and organizational commitment based on the perspectives from 
non-western context like Malaysia.   
Besides, the highest number of research linking the work-family conflict and 
organizational commitment is on education (Dana, 2017; Shujaat, Tahir, and Baloch, 2019), 
nurse and paramedical staff (Hatam, Jalali, Askarian, & Kharazani, 2015), and University 
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teacher and banking institutions (Malik, Awan, & Quraf-ul-Ain, 2015) in public or private 
sector but less study conduct that focus on preschool teachers. Therefore, this study can 
decrease the gap by identifying the benefaction of work-family conflict effect on 
organizational commitment of hospitality employees. 
Next, lack of research that include time-based conflict, strain-based conflict, and 
behavior-based conflict as an independent variable. Dana (2017) stated most of the past 
studies concentrated on the impact of work-family conflicts and family-work conflicts on the 
commitment of organizations. The variables in this study will emphasize on time-based 
conflict, strain-based conflict, and behavior-based conflict to the middle level management of 
hospitality employees. 
This research can help to find out which conflict is affected the employees the most. To 
bridge the gap in knowledge, this research would like to study the relationship between 
work-family conflict and organizational commitment among middle management level in 
chosen hotel in Kota Kinabalu, Sabah. This research also wants to identify the specific 
relationship between each conflict in work-family conflict which are time-based conflict, 
strain-based conflict, and behaviour-based conflict with organizational commitment.  
1.3 Research Objective 
General objective: to examine the relationship between work-family conflict and 
organizational commitment. 
Specific objective: 
⚫ To determine the relationship between time-based conflict and organizational 
commitment. 
⚫ To determine the relationship between strained-based conflict and organizational 
commitment. 
⚫ To determine the relationship between behaviour-based conflict and organizational 
commitment. 
⚫ To determine the dominant factor that influence organizational commitment. 
 
1.4 Research Hypothesis 




Ha2: There is a significant relationship between strained-based conflict and organizational 
commitment.  
Ha3: There is a significant relationship between behaviour-based conflict and organizational 
commitment. 
Ha4: There is a dominant factor that influence organizational commitment. 
1.5 Conceptual Framework 
Independent variables        Dependent variable 
 
Work-family Conflict: 
◆ Time-based conflict 
◆ Strain-based conflict 
◆ Behaviour-based conflict 
 
Source : Shujaat, Tahir, & Baloch (2019) 
 https://www.researchgate.net/publication/336021375 
Figure 1.1: Conceptual Framework 
1.6 Significant of the Study 
This study will give an advantage to the preschool teacher. It adds to existing knowledge 
and skills by maintaining a link between work-family conflicts and organizational 
commitment between preschool teachers in the school. This study also helps to highlight the 
important to overcome work-family conflict that faced by the workers at their workplace and 
when they need to work from home during Movement Control Order (MCO).  
This study also gives an advantage to the school to create strategies to enhance their 
employee performance within the organization. These strategies ensuring success in gaining 
the satisfaction from the preschool parents and the committed employees in an organization 
can increases the organizational performance goals. This study also important for researchers 
as it provide the first step initiative for further research. 
In this research, the researcher is mainly focused on three factors that contributing to 
organizational commitment in private and government preschool in Sabah. Three types of 
variables are selected, including time-based conflicts, strain conflicts and behavioral conflicts. 






and organizational commitment between teachers in the selected school. The study is often 
used to assess the dominant factor in the organizational commitment of the school selected. 
1.7 Definition of Terms 
 
Terms Conceptual Definition Operational Definition 
Work-family Conflict Work-family conflict is 
referred to as an inter-role 
conflict when there is no 
balance between work and 
family domains in a person 
(Mansour & Mohanna, 
2018).  
 
In this study, work-family 
conflict is a opposite between 
the role of work demand and 
family life demand, time 
reserved, and the pressure 
produced by the work 
interfere with the relevant 
family responsibilities. 
 
Timed-based Conflict Time-based WFC occurs 
when work relocates or when 
the amount of time spent on 
work interferes with family 
life (Vickovic, & Morrow, 
2019). 
Time-based conflict is when 
the person fails to divide time 
to fulfil both responsibilities 
in work and family. 
 
Strain-based Conflict When job challenges and 
disputes expand and the 
quality of life at home 
deteriorates, strain-based 
conflict emerges (Liu, 
Lambert, Jiang, & Zhang, 
2017). 
Strain-based conflict is when 
stress arise from one role 
affected to the other role. 
Behavior-based Conflict Behavior-based conflict 
arises when work roles 
collide with anticipated roles 
at home (Liu, Lambert, Jiang, 
& Zhang, 2017). 
Behavior-based conflict is 
when the behavior shown 




Organizational Commitment Based on Yousef (2017), 
organizational commitment 
is the psychological 
connection of the individual 
to an organization 
The responsibilities of an 
individual to the organization 




Table 1.1: Definition of terms 
1.8 Summary 
In summary, this research examined the relationship between work-family conflict and 
organizational commitment in private and government preschool in Sabah. This research 
would study work-family conflict between workers in terms of time-based conflict, 
strain-based conflicts, and behavior-based conflicts. The following chapter will concentrate 
on the literature review from past similar research and discussion of the theory and past 





CHAPTER 2: LITERATURE REVIEW 
2.0 Introduction 
Chapter two will explain the concept of work-family conflict and organizational 
commitment. This chapter also will discuss about the related theory or model and the past 
similar finding about work-family conflict and organizational commitment. 
2.1 Concept 
2.1.1 Work-family Conflict 
Ain, Awan, & Malik, (2015) stated that work-family conflicts can described as a 
structure of conflict where the pressure of membership of one organization seems to conflict 
with the pressure of membership from another group. Work and family conflict have been 
closely scrutinized as few measures to resolve the stresses of work and family responsibilities 
have been implemented (Marican & Sabil, 2017). According to Beehr, Bennett, and 
Ivanitskaya (2017), the latest research focuses on various criteria variables, work-family 
conflicts that are particularly caused by stages of life such as a stage with dependent children 
are specifically linked to certain types of work-family conflict. Employees who are having 
high demand at work would devote more resources such as time and energy to the work 
domain spending lesser resources to fulfill family responsibility (Annor, 2016). Work-family 
conflict occurs as an inter-role conflict between various positions in the work domain and 
family domain because of a failure to manage a balance between the two parts. For example, 
in both work and family areas, married workers appear to have multiple responsibilities. 
Hence, conflict happens when a person does not handle between the two domains and the 
work-life balance. 
Work can interrupt life and life can interfere with work, because of the existence of the 
interdependence. The form of conflict that has been identified in work-family conflicts (WFC) 
is time-based conflict, strain-based conflict, and behavior-based conflict. Based on Marican 
and Sabil (2017), explain that time-based conflict can refer to the conflict that occurs when 
the time devoted to the one position makes it difficult for an individual to participate in the 
other role. Strain-based conflict occurs when in one role, stress symptoms such as stress, 
anxiety and depression interfere with the other role and thus interfere with involvement in 
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that role. Conflict based on behavior occurs when a specific behavior expected in one 
position is inappropriate with the behavioral expectations between the other roles.  
Work and family conflicts have been under consideration since few actions to resolve the 
stresses of work and family have been taken. Work-family conflicts occur because of the 
failure to balance between the two aspects of the work domain and family domain. Work can 
interrupt life and life can interfere with work, because of the existence of the 
interdependence. 
Time-based conflict typically occurs when a person experiences an erratic work schedule, 
a massive workload and long working hours from the work domain and higher frequencies 
necessary to engage in family events from the family domain. There is a time-based conflict 
when work time demands and work schedules clash with household life (Brough & 
O’Driscoll, 2005; Lambert et al., 2016). For example, conflict can arise if job obligations 
contribute to an employee will miss the significant event in a child's life. Besides, working 
arrangements could not be well integrated with other family members' schedules. 
The strain-based conflict will occur when the action in one position is influenced by the 
pressure generated in the other role. Factors such as role conflict, role uncertainty and low 
supervisory support can contribute to job stress, causing stress, anxiety, and depression to 
individuals. Strain-based conflict arise when demands and workplace conflicts adversely 
affect the quality of life and cause pressure and conflict at home (Netemeyer et al., 1996; 
Lambert et al., 2016). For example, a violent crime scene may contribute to emotions that can 
lead to people staying on the edge at home. 
Behavior-based conflict occurs when duties and responsibilities at work and at home are 
not consistent with each other and create problems for employee members (Armstrong et al., 
2015; Lambert et al., 2006; Lambert et al, 2020). As mentioned by Greenhaus and Beutell 
(1985); Lambert et al, 2020, relevant in-role behavior habits might be not suitable with 
behavior norms in another role. For example, conflict can arise when an employee bars orders 
or challenges their behavior at family members. Often, positions of affection, help and 
forgiveness are possibly required to deal with families and friends but are not suitable in 
workplaces.  
In the workplace, in order to achieve high work productivity, workers are expected to be 
impartial and secretive. Openness, warmth and nurturant in fulfilling the duty in the family 
sphere, however, are often to be desired. Behaviour-based conflict happen when work and 
family behavior are opposite with the person. 
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2.1.2 Organizational Commitment 
According to Idris (2014), when used as variables of organizational commitment that are 
the focus of human resources and management departments in many organisations, the 
concept of organizational commitment is used. For example, Human Resources (HR) 
managers are primarily responsible for identifying the variables that generate employee 
engagement and then using that information to improve employee productivity. Based on 
Porter, Steers, Mowday, and Boulian (1974); Al-Jabri and Ghazzawi (2019), the 
organizational commitment defines the state of dedication of the employee in an organization, 
and also the identification of the employee with the values and objectives of the organization. 
Employees that engaged in the organization would be more motivated and support the 
organizational objectives. Organizational commitment is defined as a psychological bonding 
between an employee and his organization that makes it difficult for the employee to quit the 
organization (Allen & Meyer, 1990; Shujaat, Tahir, & Baloch, 2019). There is a various of 
studies that have been carried out to determine the determinants of the organizational 
commitment and the impact on the outcome of the organizational. 
 
2.2 Discussion of Related Theory/Model 
2.2.1 Work-family Conflict 
2.2.1.1 Border Theory 
Based on Leung & Zhang (2016), work or family border theory explores the mode of 
navigation and management of work and family domains in order to balance. Individuals can 
choose one of the divisional strategies: to maintain a gap between work and family life and to 
treat work and family roles as separate roles, which require a different role to play; or to 
combine work and family realms, and to try to strike a balance between two spheres, work 
and family. Borders’s theories include not just certain psychological categories, but also the 
physical boundaries that separate the time, location and people involved in work versus 
family. Flexible boundaries ease integration between work and home domain. A shared of 
change is simpler, but it can trigger family conflicts to work if the domain is relatively 
combined. According to Guest (2002); Karassvidou, & Glaveli (2015), border theory opens a 
wide-ranging area of research which focuses not only on the essence of work and family 
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domains, the borders between those two domains, and also on boundary permeability and the 
flexibility to control or transfer these borders in order to achieve work-family balance. 
2.2.2 Organizational Commitment 
According to Allen and Meyer (1991); Al-Madi et. al, (2017), organizational 
commitment has divided into three dimensions which are affective, continuance, and 
normative commitment. Karim and Noor (2017) also stated that organizational commitment 
that refers to the reason of employee’s extension have desire to stay in the organization, 
organizational commitment has three model consist of affective commitment, normative 
commitment, and continuance commitment. Firstly, Affective Commitment (AC), which 
refers to the individual contribution to the organization simply by identification and also 
emotional connection to the organization (Karim & Nor, 2017). It is considered as the most 
beneficial for the organization. Employees typically agree with organizational goals, feel like 
they suitable into the organization and comfortable with their job. According to Effectory 
(2020) employees that are affectively dedicated feel highly respected and serve as 
representatives for their company. Management policies and strategies that allow a realistic 
evaluation of employee strength and weakness and establish conditions and workflows in 
which the greatest number of workers experience positive work experience individually will 
help develop a successful organization. Next, according to Effectory (2020) continuance 
commitment is how often employees feel their organization needs to remain. A good 
demonstration of continuance commitment in remaining with their company as workers do 
not develop their wages and benefits by switching to another organization. Normative 
Organizational Commitment refers to a employee's sense of commitment to stay with the 
company; people believe they should remain in the organization by Al-Madi, Assal, Shrafat, 
& Zeglat (2017). Normative commitment workers believe that leaving their organization may 




2.3 Discussion of Related Past Findings 
2.3.1 Evaluating the relationship between work-family conflict and organisational  
  commitment among rural women health workers in Ebonyi State, Nigeria 
There is a lot of research on work-family conflict and organizational commitment in 
various countries. The research findings by Arisi-Nwugballa (2016) investigate the three 
family-work conflict, time-based conflict, strain-based conflict, and behaviour-based conflict 
with organizational commitment. The population that the researcher choose in Ebonyi State is 
the rural women health workers. In the result of the research revealed that there is statistically 
significant negative correlation between time-based conflict and strain-based conflict with the 
organizational commitment. The significance of these findings is that the organizational 
commitment of working women depends not just on work-related concerns, but also on their 
organizational commitment. Family experiences requiring organizations to implement more 
environmentally that relevant to family-friendly policies and giving greater assistance to their 
partners in the domestic responsibilities of women. This research demonstrates that a 
significant consequence of the findings of this study is that time-based and strain-based 
family types of work conflict are essential variables in employee management for 
organizational engagement. 
  
2.3.2 Examining the impact of work-family conflict on organizational commitment:  
 Study of higher education sector in Northern Cyprus 
As mentioned by Dana (2016), work-family conflict and family-work conflict have a 
poor effect in the Northern Cypriot context on two types of organizational commitment, 
which are affective commitment and continuance commitment. Researchers use gender as a 
moderator in the study. In the Northern Cyprus, researcher choose a full-time academic staff 
of two University as a population of the study. Dana (2016) noted that the relationship 
between work-family conflict and organizational commitment was not moderated by gender, 
and an additional reason for organizational commitment was suggested by the two control 
variables which are age and perceived organizational support (POS). Therefore, in terms of 
working to advance employees management policies, the employee will direct universities to 
maintain their academic personnel and strengthen their organizational commitment 
